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Abstract: This paper focuses on the recruitment and selection process followed by Greek 
firms and more specifically in the region of Thessaloniki and Central Macedonia in order to point 
out a few key aspects such as the most commonly used recruitment tools and selection 
practices respectively; along with the gradually increasing use of Internet and social media and 
manners of eliminating incidents of selection bias in the process. Moreover, the issue of internal 
and external recruitment was scrutinized as well as the impact of recession in the function of HR 
Department.  
What was clearly indicated from the seven interviews conducted was the fact that the 
recruitment and selection process can generally be regarded as simplified besides a couple of 
occasions, with an insufficient degree of standardization in the process and no HR manager 
involved, in some occasions. Furthermore, although the use of Internet has been welcomed in 
their process, the use of Social Media seems to be absent in most cases with interviewing 
remaining by far the most common selection practice they rely on. The organizations tend to 
handle the issue of hiring personnel without the assistance of outsiders such as employment 
agencies, and attempt to meet any emerging needs, especially in the managerial positions by 
the existing personnel. The liquidity problems derived by recession were handled in different 
ways. A couple of firms were led to unorthodox decisions such as appointing too many tasks to 
the existing employees with detrimental effects for the company, while others opted to enrich 
the recruitment and selection process with more screening stages so as to increase the 
probability of right choices in the future . 
Key words: recruitment methods, selection practices, internal recruitment, external 
recruitment, selection bias 
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1. Introduction 
A properly functioned Human Resources Department can provide an organization with the 
capability to meet its needs through utilizing the best and most valuable resources that it could 
possess; that is its employees, especially nowadays in times of crisis. “Selection and 
Recruitment” is one of its most important functions and this is why I chose to delve into the issue 
as much as possible. It is a thoroughly investigated matter, as to the process and the practices 
followed by the organizations abroad; however no study seems to have surfaced with regard to 
the Greek firms as HR seems to be a field of expertise that so far has been undisclosed 
research-wise with regard to way it operates in Greece. There seems to be a gap there that this 
study is hopefully bound to shed a light on.  
Selection and Recruitment is a constantly evolved function with continuous changes such as the 
current financial conditions, the technological advance with the use of Internet or even further, 
social trends such as the use of Social Media sometimes, to have an impact on the procedure 
(Dessler 2011). The procedure and the steps it entails are quite a few and mentioned below with 
more focus on the most prevalent one; (Millmore 2003, Armstrong, Piotrowski 2006) interviews, 
and the manner they are conducted amongst firms. The issue of internal and external 
recruitment is also a worth-investigating one especially given the existing recession. The process 
is a difficult task to follow where incidents of selection bias many times occur. It has been 
suggested (Morgeson 2012) that in dealing that, the standardization process should be 
intensified, especially when having to conduct an interview. 
All the afore-mentioned issues are almost completely unrevealed when it comes to Greek firms. 
Thus, in order to provide a perceptive insight and profound understanding of the manner that 
generally Greek organizations operate in recruitment and selection process, qualitative analysis 
was followed.  
This analysis included semi-structured interviews with 7 HR managers or executives responsible 
for hiring employees of firms in the wider area of Thessaloniki and Central Macedonia. Generally 
speaking, all the firms occupy between 100 and 400 employees and are involved in various 
industries and fields such as construction, Healthcare sector, dairy products, recycling, tour 
operator and hotels. This study took place for 4 months. Both primary and secondary data were 
used in order to conduct this research. The qualitative research methodology was based on the 
cases and articles that are focused on selection and recruitment process; (secondary data) 
along with the data derived by the interviews. (primary data)    
2 
 
The questions that the interviews were based on, had to do with issues such as the general 
process and philosophy behind the recruitment procedure; the steps that are entailed in it 
including possibly new trends in HR area that have an increasingly greater presence in abroad 
such as the Social Media. Other questions had to do with the effect of the financial crisis on the 
HR department and how firms handled the issue by retaining at the same time the high level in 
the process as well as internal/external recruitment. With regard to the selection process, the 
questions focused on the type of interviews followed, the main selection tool over the years, 
along with attempting to identify whether assessment centers or controversial practices such as 
pre-employment tests (Landy 1997, Armstrong 2006) are part of the procedure. Moreover, ways 
of tackling incidents of selection bias were also part of the questionnaire.  Finally, the philosophy 
of the firms concerning the possibility of offering opportunities to its employees for further 
advance/development to satisfy its future needs; an issue also relatable to internal recruitment, 
was also pointed out . 
What was evident overall from the data derived by the interviews that certain enterprises have 
an underdeveloped Human Resources Department, as there is no HR Manager in 3 of them. 
What is more, generally speaking, all companies follow a safe, “conservative” approach when 
hiring personnel, handling the issue within the company and not with the assistance of outsiders 
such as employment agencies. Furthermore, in the same vein they tend to rely to a certain 
degree on internal resources (internal recruitment) to meet possible needs that may emerge, 
especially when it comes to managerial positions. That comes also in line with their approach of 
an attractive image they try to convey by giving their employees potential of further development. 
The whole process in some cases was very simplified, with inappropriate degree of 
standardization Only 2 out 7 followed a rather analytical approach in terms of stages in the 
process; there was an initial screening via job boards, phone interviews, structured interviews -
behavioral and situational-, reference checks among the closely rated finalists and final approval 
of the employment by the Central Department of the Organization. Another intriguing case 
included an enterprise which it follows a much differentiated and overall interesting approach 
where candidates are being assessed during this period and the hiring decision is based on their 
performance in this period of time. 
Moreover, with regard to the methods used, it is verified that Internet is a necessary tool when it 
comes to pool of candidates nowadays; all companies use job boards in relation to that, as well 
as for an initial screening of candidates by a standardized set of questions they have to fill in on 
the website. However, only 2 out of 7 use Social Media and more specifically LinkedIn as part of 
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the process. They rely mostly on the most common selection practice as in interviews, with 
controversial practices such as pre-employment tests or others like assessment centers being 
absent from the process. The interviews are structured and always there is minimum number of 
2 for each candidate besides one firm where there is one. 
Overall, although it is not quite safe to generalize based on data derived from qualitative 
analysis, the suggestion that, due to the lack of data, in Greece HR is an underdeveloped field 
has been verified to a great extent by our research. What is really striking however and even 
harder to reflect on, is the fact that large firms occupying more than 100 employees do not even 
have an HR manager. They generally follow a conservative and safe approach revolved around 
to a certain degree on internal resources, which seems plausible given the recession, the 
familiarity with the corporate culture of the existing employees and the image they attempt to 
exert by giving their employees potential for further development. The process in some cases 
though is very simplistic with very few stages in the procedure.  
In times of recession the need of proper staffing, utilizing resources on the best possible manner 
with no mistaken choices is even greater. Therefore, the HR Department should be upgraded 
and the evaluation process should be intensified by enriching the recruitment cycle with more 
selection stages in order to increase the level of standardization and eliminate incidents of 
selection bias. Another approach as in trial periods where performance assessment would take 
place could also be a worthwhile investment, as this would work in the firm’s best interest over 
the course of time with long-term beneficial effects as to a certain degree, the suitable person is 
quite likely to be hired in the right position. 
2. Literature review 
2.1 Introduction 
 The Human Resources Department of an organization is the one used, to ensure that the 
organization is filled with the right employees at the appropriate timing with potentially long-term 
beneficial effects to both the organization and the individual employee. It has been pointed out 
that in order for the organization to create and sustain the competitive advantage, “proper 
staffing is critical “(Wright& Snell 1991, Boxall 1996). Recruitment and selection is a major HRM 
function. It can play a vital role in a company’s effectiveness and performance, as both 
unnecessary costs will be avoided-especially in times of financial crisis that we live in 
nowadays- and employment relationships will be cultivated with willingness of commitment on 
4 
 
both sides ;an issue heavily scrutinized by work psychology over the past few years. 
Undoubtedly, recent technological advances, globalization, social trends and changes within 
organizations have brought new challenges for recruitment and selection (Dessler 2011) with 
the use of internet being a very significant one, as it will be also thoroughly investigated later on.  
2.2 Planning before Selection and Recruitment 
Before HR identifies the need for additional labor there is a number of choices that it should take 
into consideration. It might be suitable to come up with “other alternatives to recruiting such as 
contingent labor or overtime of already existing employees instead of hiring new ones” (Gusdorf 
2008). Even more so, in that vein, it is suggested that “replacing one employee might cost even 
two and a half times an employee's salary” (Boxall & Purcell 2003). Therefore, the firm or 
organization should take into account these considerations cost-wise and move on with hiring a 
new employee only when organization’s anticipation is a long-term need for additional labor. 
2.3 Selection and Recruitment Stages 
After an unfilled vacancy has identified we proceed on with the recruitment and selection 
process. Although, sometimes confused, recruitment and selection are two separate functions. 
Recruitment as defined by Alrichs and Nancy (2000) “is the process of identifying and attracting 
individuals on a timely basis, in sufficient numbers, with appropriate qualifications, to apply for 
jobs within a business, both from within and outside an organization” .Once candidates are 
identified, then, an organization can initiate the selection process. 
This recruitment process includes the following steps: identifying the vacancy, conducting a job 
analysis, generating applicants and attracting candidates. 
 Identifying the vacancy & Job analysis 
This resourcing cycle, as it has many times been characterized, begins with the identification of 
a vacancy and ends up with filling the position with the suitable candidate. However; as Barber 
mentioned (1998) “in advance of identifying, the vacancy objectives have to be set”; in 
establishing recruitment objectives, organizations concentrate on post-hiring outcomes that can 
be measured the day employees begin work (Breaugh, 1992). Such outcomes might entail: the 
cost of recruiting, how fast jobs were filled, the number of individuals hired, and/or the diversity 
of the new employees; afterwards, an empty position needs to be filled in. In summary, we 
believe that the first stage of the recruitment process should be the establishment of objectives. 
If clear objectives have not been established, it is “difficult to develop an effective recruitment 
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strategy” (Rynes & Barber, 1990). Afterwards, Job analysis has to take place. Therefore, the 
steps that need to be taken in that regard are: 
 Determine the tasks conducted by the employee in that job and the tools needed to do 
so, effectively 
 Conduct a job analysis to ensure what is needed in terms of skills, knowledge and 
abilities as well as the type of employment to be offered 
 Identify the skills and attributes that are required to effectively perform the tasks needed 
and the conditions and circumstances under which the employee will be employed 
 Hire employees who fit job descriptions or who can be trained according to their skills 
and personality traits 
Generating applicants and attracting Individuals 
The next step that needs to be taken in the recruitment process is generating applicants and 
attracting potential candidates. According to Gusdorf (2008) “recruitment is a two-way process”. 
“Organizations are evaluating candidates for a vacancy, but candidates also assess the 
organization as a prospective employer”. Conducting the process in a professional manner is 
mandatory in attempting to guarantee that not only is the ‘suitable’ candidate attracted to apply 
and subsequently accept the post, but also that unsuccessful candidates can respect and 
positively accept the choice made and possibly apply for future vacancies, along with other 
candidates. 
 In order for an organization to be attractive, marketing is a necessary tool. The company has to 
provide a positive image. Potential job candidates consider many factors when choosing an 
employer. The organization’s offerings affect considerably its ability to attract job candidates A 
few very important factors concerning that are: 
•Company reputation 
• How people are treated 
• Skills of managers in terms of leadership and supervision 
• Working conditions 
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• Potential (individual) development for firm’s future needs  
• Wages and benefits (benefits include health care options, retirement plans, vacation,   stock 
options) 
•Corporate culture. 
It is worth mentioning that Turban, Forret, and Hendrickson (1998) found that “an organization’s 
reputation and culture influenced job applicants even to a greater extent than salaries”. Studies 
have shown reputation to be important both because individuals want to impress others with 
their affiliation with a respected organization and because an organization’s reputation is 
associated with positive job attributes (Cable & Turban 2003). Moreover, job and organizational 
attributes are key factors in determining a position’s attractiveness (Chapman 2006).  
On a slightly different note with regard to attractiveness, the corporate culture along with the 
potential development was significantly related to employee satisfaction and retention. 
Organizations that offer their workforce a diverse, innovative environment that promotes growth 
development and advancement are more likely to have satisfied long-term employees (Cable 
2003).Thus, in order to increase employee retention it is important that enterprises need to pay 
attention to HR issues, such as recognition, potential development and work life balance. 
Internal Recruitment  
When the time of recruitment comes, both Internal and External Environment have to be 
considered as possible pool of candidates. Internal Recruitment can be defined by Anderson 
(2000) as” the assessment of an employer's current staff to ascertain if any current employees 
are sufficiently skilled or qualified to perform required job vacancies”. When a business engages 
in internal recruitment, a current employee might be reassigned to the new position by giving 
them either a promotion or an internal transfer (Newill &Schackleton 2000). 
An organization’s policy in terms of promotion has a significant effect on the recruitment 
process. Promotion is often perceived by an organization as a motivation tool and a reward for 
good work –especially on a long term basis-within the organization. When employees see their 
co-workers being promoted, they become more aware of their own career development 
opportunities. Promotion may be especially significant in a stagnant economy where people 
have little chance of improving their lot by changing organizations. The issue of internal 
recruitment is definitely worth analyzed given the global financial crisis which inevitably will have 
7 
 
an impact on HR functioning. According to CIPD in late 2009, “56 per cent of organizations were 
focusing more on retaining than recruiting talent, while four out of ten said that they would 
recruit fewer people in the forthcoming year”. Interestingly, however; 72 per cent of respondents 
thought that employers would ‘use the downturn’ as an opportunity to get rid of poor performers 
and bring about culture change”. Therefore, it would be interesting to notice how recession 
affected all that. (CIPD 2010) 
If we had to point out a few advantages and disadvantages of internal recruitment, these would 
be the following: 
Advantages: 
o Opportunity for current employees to promote their careers 
o Cost effective comparing with external recruitment 
o Less time needed in terms of training  due to the familiarity of current employees with the 
corporate culture and the tasks included 
o Beneficial for staff morale because of recognition of hard work and contribution to the 
organization                                        
Disadvantages: 
o Another vacancy has to be filled 
o Limited pool of candidates 
o External candidates might be more suitable and qualified 
o External candidates might bring new ideas and experience 
o Current employees might wrongfully perceive this transfer or promotion, as lack of 
motivation 
External Recruitment  
On the other hand, external recruitment has to do with generating applicants from outside the 
organization which is the most common practice that organizations usually follow (Anyim, 
Ekowaba & Anthony 2012) even though seemingly; a more intricate approach comparing with 
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internal . If we, again had to identify advantages and disadvantages of this current process we 
could point out the following points: 
Advantages 
 Limitless influx, pool of potential candidates 
 Promotes competition 
 Provides motivation to the current employees if new, talented and qualified people join 
the organization 
 Creates opportunities for finding experienced, highly proficient candidates who will help 
a company meet its diversified requirements 
Disadvantages 
 Quite costly approach given it entails recruitment, selection and training cost 
 Time investment necessary 
 Detrimental effect  regarding current employees’ morale as it diminishes the probability 
of promotion 
2.4 Recruitment Tools/Methods 
Most organizations use a variety of recruitment practices and tools, depending on the nature of 
the job to be filled, the time needed to properly fill the position and the size of their recruiting 
budget to enhance the probability of hiring individuals who possess the right skills and abilities. 
There are many different methods of recruiting. Some very common are:  
Recommendations (Employee Referrals) 
According to Ashby, Franklin and Pell (2001), employee referrals and direct applicants were 
“more likely to accept more job offers” and interestingly enough employee referrals were found 
to possess greater skills in terms of language , computer knowledge , education and work 
experience in comparison with non-referrals and consequently exhibiting greater effectiveness 
in job performance and greater job satisfaction (Breaugh, 2008; Phillips, 1998).On the other 
hand it might limit the scope of the job search ,especially in a tight job market but overall, so far, 
it has proven to be a fast, efficient and effective method.  
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Word of mouth 
This is a very interesting tool that has been surveyed to a great extent over the past few years 
and it is obviously directly associated with what has been mentioned just above (referrals). 
According to Van Hoye (2014) “word-of-mouth seems to explain unique and incremental 
variance in organizational attraction”.. Additionally, Van Hoye came up with the notion that 
“positive word-of-mouth positively affects pre-hire recruitment outcomes including organizational 
image, organizational attractiveness, and application decisions” (Collins & Stevens, 2002; Van 
Hoye & Lievens, 2009).Even more so, compared to company-dependent sources, company-
independent sources such as word-of-mouth are also likely to be perceived as providing more 
reliable information because they are supposed to have no self-interest in promoting the 
organization (Van Hoye & Lievens, 2007). From a more negative perspective the particular 
approach might restrict the scope of the job search; however it is a fast, efficient and effective 
method. Van Hoye and Lievens (2005) found that positive word-of-mouth “considerably 
improved organizational attractiveness after being exposed to negative publicity”. Recruitment 
advertising had a similar impact but was perceived as a less reliable source of employment 
information. Moreover, organizational attractiveness was higher when the information came 
from any of the word-of-mouth sources (instead of the interviewer) and when the provided 
information was positive (rather than negative).  
 
Posting ads 
In terms of generating applicants, it is critical that an employer’s recruitment actions attract the 
attention of potential job applicants (Barber, 1998). The purpose of attracting candidates, much 
like one important objective of a recruitment method, is to produce the right number of suitable 
candidates within reasonable cost limits. In order to be effective, a recruitment message needs 
to generate initial interest from potential job applicants. Such interest “is more likely to be 
forthcoming if a job opening (the job itself, the organization, the location) is viewed positively” 
(Barber & Roehling, 1993). Interest is also more likely to be evident if an applicant considers 
that he/she has a probability of receiving a job offer (Rynes, 1991). Individuals are likely to 
remain job candidates if they “continue to see a job opening as attractive and if  they perceive 
themselves as likely to receive job offers as they move through the recruitment process” 
(Rynes, Bretz & Gerhart 1991).It would be best if an ad included the following characteristics: 
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 The appropriate job title (giving a clear hint of the primary responsibities of the job) 
 List of duties or tasks to be performed-The primary responsibilities should be 
emphasized along with the job tasks needed for the effective performance of the job. 
The duties that require a small amount of time do not need to be mentioned separately 
but summarized. 
 Description of relationships and roles – It is important that managers identify the means 
and limits of communication and authority within the business, indicating who in the 
organization the employee will report to, as well as any supervisory roles included in the 
position. 
 Job standards and requirements – The minimum amount of qualifications (prerequisite) 
should be entailed 
 Salary range – If appropriate, the pay range is included. 
 Highlight positive working conditions 
Generally speaking, it would be best if the ad were as descriptive and clarified as possible 
.Possible lack of information creates a state of uncertainty for individuals, they would prefer to 
avoid in making a job choice decision. In two studies that manipulated the amount of information 
provided, Allen (2004) replicated the finding that providing a greater amount of job-related 
information is “linked to position attractiveness”, and Allen also showed (2004) that a 
recruitment message that provided “more information was viewed as more credible”. 
The open position might be posted in local newspapers, trade journals, radio, television or 
Internet, whose effect in Recruitment and Selection will be thoroughly mentioned later on. 
Advertising can range from a simple help wanted ad in the classifieds to an extensive 
multimedia campaign. Some organizations have eliminated traditional methods altogether and 
accept only online applications. Historically however, local newspaper advertising was the 
common recruitment method, particularly for entry-level positions, because it was low cost and 
could generate a good number of applicants.  
Executive search firms (outsourcing) 
Aiming to minimize costs and maximize internal HR capabilities, companies are choosing to use 
outside vendors for a number of HR functions. This has to do with hiring outside consultant or 
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vendor for handling some of the recruitment or selection activities such as recruiting especially 
executive talents, and managerial positions. Many companies, meanwhile, do outsourcing to 
handle the final stages of the selection process such as conducting screening, pre-employment 
test, face to face interviews and reference checks. The positive aspect of the particular method 
is that recruitment is usually done by professionals; expertise specialized in that field, with a 
higher probability of reaching properly qualified candidates. The downside of this particular 
instance is obviously the fact that it is costly. However, using a recruitment agency to find a 
small number of suitable candidates, particularly for senior or specialized posts, may prove a 
significantly more “cost-effective and efficient, long-term, method than a major advertising 
campaign which generates a large response from unsuitable candidates” (Ashby, Franklin C. & 
Pell 2001). 
Internet Recruiting 
The most significant change and development in recruiting practices in the 21st Century has 
been the rise in the use of online recruiting; according to CIPD survey (CIPD 2010) more than 
“80 per cent of companies are now using their corporate website as their most common method 
(along with local newspaper advertising) of attracting candidates, while some of them accept 
only online applications”. There are advantages to online recruiting. First, it costs considerably 
less than traditional advertising. Additionally, it is easy and quick to post an ad; responses arrive 
faster and in greater numbers; and a greater range of applicants can be generated. Online 
processes can also screen applications and administer some selection tests, thereby 
significantly reducing the HR time required to generate a pool of qualified candidates. The 
online format is very popular with job seekers as well, because the ease of submission enables 
them to send out several résumés in just seconds. This can create problems for HR, however. 
The ease of applying for a job online can generate a great number of applications, requiring HR 
staff to invest time sorting through applications to choose the few that are actually qualified for 
the job. However, Internet’s effectiveness in producing better-quality candidates, in comparison 
with other more traditional methods of recruitment still remains to be seen (Clark & Roberts 
2010). 
Job Boards 
An on-line job board is a website which posts jobs that are usually supplied by employers. 
Employers normally pay a fee to the job board in exchange for the opportunity to list their jobs 
on the site (hr-guide.com). There are numerous job board types on the Internet (in Greece like 
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skywalker.gr, kariera.gr etc). The job board listings have substituted to a great extent the 
newspaper ads since it is a cost-effective method for firms and organizations, as Internet’s fee 
for the companies is usually smaller than that of newspapers. It is worth-noticing that 
governments finance employment agencies to offer computers and Internet access to enhance 
the employment search. 
The use of social Media  
Internet has been the most radical change in HR practices. Even more so, the use of Social 
Media which have penetrated our everyday lives over the past 5-6 years and inevitably had an 
impact on HR practices in Selection and Recruitment. It has been noted that “70% of 
organizations use Social Media at some point during the selection Process” (Preston 2011).  
The most common way that organizations usually use these Social Media is by excluding and 
disqualifying candidates by potentially problematic information that may arise regarding their 
behavior. It is possible that individuals with no Social Media information whatsoever would 
proceed to next step of the selection process. However, there are many issues arisen by this 
approach. 
Firstly, many of these websites as opposed to many current selection approaches do not 
necessarily obtain job-related information. Very often, personal data displayed by these 
websites, are being checked by the organizations, provoking applicants ’reaction, in terms of 
issues of privacy and transparency. One survey noted that” 48% of individuals are worried about 
companies checking their action “(Annenberg 2011; Clark& Roberts 2010); whereas another 
one showed “that the majority of working individuals indicated that what was on an individual’s 
website was none of the company’s business “(Davison 2011). 
Moreover, there are concerns regarding the standardization issue within such an approach. The 
lack of direct evocation of job-related information and potential discrepancy in purposes makes 
it “hard to structure or standardize SM assessments” (Brown & Vaughn, 2011; Miguel, 
2013).Consequently; it is difficult to utilize data by these websites to assess all applicants based 
on a common set of characteristics.  
It is recommendable for organizations to consider avoiding the use of SM assessments that are 
unstructured. Unstructured selection tests/interviews may “be related to treating applicants in 
different ways” (e.g. Binning, Goldstein, Garcia, & Scattaregia 1988) creating credibility and 
inconsistency problems in the evaluation process. 
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Additionally, SM assessments do not provide an interaction between applicants and 
organizations like interviews do. On the contrary,” often organizational decision makers search 
information often provided from social interactions (Facebook) to identify individuals’ fit with the 
organization or particular job tasks. 
Thus, overall it is a highly debatable issue and to a certain degree unexplored; nevertheless it is 
suggested that organizations focus on employment purposed websites (e.g. LinkedIn; Kluemper 
2013; Miguel, 2013; Sinar, 2013; Sinar & Winter, 2012). The validity of SM assessments’ criteria 
for predicting job performance will be higher when data are combined mathematically and/or are 
obtained from professionally purposed websites as well as when there are structured 
approaches comparing to unstructured approaches. The validity of SM assessments will 
diminish less (or not at all) when moving from moderate to greater amounts of information 
obtained from professionally purposed websites (e.g. LinkedIn Kluemper 2013; Miguel, 2013; 
Sinar, 2013; Sinar & Winter, 2012). 
2.5 Selection Practices 
As it was afore-mentioned, even though sometimes confused, Selection is a separate HR 
activity from Recruitment. Whereas Recruitment has to do with generating and attracting 
potential candidates, Selection is involved with the process of deciding from that group of 
candidates the one or the ones that will be offered the job. There is a variety of selection 
methods followed by Firms and corporations, depending on the nature of the job to be filled, the 
time needed to properly fill the position. The most common selection methods, and in 
chronological order in the selection process, are: 
Application 
Initially, asking the candidate to complete an application form is generally done early in the 
selection process by the vast majority of firms. Despite the fact that application forms are widely 
used for employee selection, research (Gursdorf 2008) demonstrates that “illegal (or 
inappropriate) application items are still quite common” .The most commonly found 
inappropriate questions involve past salary levels, citizenship information and Social Security 
numbers.  
The information requested on an application form may vary from organization to organization 
and even by job type within an organization. Typically, though, the application form includes 
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sections for the applicant’s name, address, telephone number, education, military background, 
work experience and reference information. 
The form also entails a written permission of the candidate to have his/her references checked. 
Many applicants include résumés along with their applications. Most large organizations 
nowadays use on-line automated tracking systems, which enable them to scan applications and 
résumés for keywords, reducing considerably the amount of time spent by HR in reviewing 
documents. 
Application form might prove to be useful selection method if the writing ability of the candidate 
is important for the job, given that he/she wrote the application. (www.business.tas.gov.au) 
(www.humanresources.about.com) 
Screening Interview 
Before moving further into the selection process, many organizations choose to do a screening 
interview of the applicants that appear qualified based on the résumé and application 
information acquired. Screening interviews are usually conducted by telephone. A few 
interviews are asked to evaluate the candidate’s job qualifications and suitability for the open 
position. If the applicant is deemed inappropriate for the position, the interviewer may refer the 
candidate to another open position within the organization given there is something available 
that fits her/his skills. If there is nothing else available and the candidate is obviously unqualified 
for the position, the process ends there. (Gursdorf 2008). 
Interviewing Candidates 
This is the most common selection method. According to Millmore (2003), 99 percent of the 
British firms surveyed utilize interviews as selection tool; especially behavioral based ones (this 
is going to be mentioned more in detail later on). 
The nature of the job and how much time can be spent in the interview process will determine 
how many applicants will be interviewed.  
The interview is really a verbal assessment for the candidate. It is a process that is capable of 
providing information about the job and the organization to him/her, aiming to give a realistic job 
preview. However, unlike a written test, there is no clear right or wrong answer in many cases 
as often the results are open to interpretation by the interviewer and thus can “have a huge 
potential for error, depending on the questions asked, the answers given and the interviewer’s 
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own personal bias” (Hollenbeck 2002). Successful interviewing derives from a profound 
understanding of the job requirements and the critical competencies. These competencies are 
the main criteria by each candidate are measured, and they are the basis for developing 
interview questions. 
The most commonly used interview techniques are the structured or patterned interview, the 
nondirective interview, the behavioral interview and the situational/problem-solving interview. In 
a structured or patterned interview, the interviewer follows a pre-determined list of questions 
asked for all candidates. This allows for standardization in the process, ensuring that important 
questions will not be omitted and helps guarantee that all candidates are assessed by the same 
criteria. Nevertheless, on the other hand, the interview’s structure should not be too rigid not to 
allow the interviewers to ask follow-up questions based on the candidate’s answers; as these 
questions may provide significant information about the applicant. (Benedict 2006) 
Situational interviewing is characterized by questions like, “what would you do in this situation,” 
allowing the candidate to consider the manner he or she would handle a particular job problem. 
Behavioral interviewing asks the candidate to describe what he or she did in a particular 
situation. It requires the candidate to give real examples of past situations. Gusdorf (2008) 
claimed that “almost all organizations use behavioral interview at some point of the selection 
process”. Back in 1999 DDI (Development Dimensions International) concluded that, the vast 
majority of organizations with highly effective systems use this interview technique. According to 
Morgeson (2012) behavioral interviews are significant because they “focus on demonstrating 
how applicants exhibited job-related behavior in past-work and academic situation”, providing 
valid piece of information about past behavior which can work as a reliable predictor of future 
work behavior. 
The nondirective interview is the opposite from a structured interview. It is conducted with a 
minimum number of questions asked by the interviewer that are not always planned in advance. 
It consists of open-ended questions allowing the candidate to express his/her thoughts that 
might be relevant to the job and allowing the interviewer to follow the direction set by the 
candidate. This technique may provide information that would not arise in a structured interview, 
but it may result in problems if the candidate reveals inappropriate or potentially discriminatory 
information. Not as focused and thus, not as valid a selection tool, as behavioral interview. 
(Breaugh 2008) 
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Team or Individual Interview: This is currently, an increasingly used type of interview, where the 
interview team consists of representatives from various areas of the organization .The 
advantage of this approach is that multiple interviewers represent wider areas of interest, limit 
the selection bias and increase the objectivity of the choice to be made. The negative aspect of 
it is the larger the team, the more difficult is making it attainable in terms of conflicting schedules 
that may appear.  
Reference checks 
Once the selection decision is made, the information offered by the candidate is usually verified 
and checked by the candidate’s references, only with his/her permission. Unfortunately, often 
much of the information on application forms and résumés is inaccurate. According to ADP 
Screening and Selection Services back in 2003, “40 percent of applicants lie about their work 
histories and educational backgrounds and about 20 percent present false credentials and 
licenses”. An estimated 30 percent of job applicants make misrepresentations on their résumés. 
This is why it is preferable for the organizations ask to see the original certificates. (Babcock 
2003) 
Moreover, in order to avoid any pitfalls, firms and organizations have becomes more 
demanding, asking for the names and numbers of people who will provide the references.  
Yet, and despite all these possible implications according to Piotrowski and Armstrong (2006) 
97 percent of the firms in USA surveyed still utilize that traditional selection tool as inevitable 
part of their selection process. Usually it works best when having to choose between two closely 
rated candidates. Generally speaking, as suggested by Zottoli & Wanous (2000) employees that 
have been selected based on such criteria exhibit high job satisfaction and effective job 
performance. 
Pre-employment Tests 
Depending on the type of test, employment testing can be conducted online or in the employer's 
office. Online employment tests are often used for pre-employment testing and assessment. 
Sometimes considered useful in predicting job performance across a variety of jobs but many 
times questioned about their actual contribution to the final choice (Landy 1997). 
 Some examples of these tests utilized include: 
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 Job knowledge tests that measure the knowledge and understanding an applicant has 
about the job. 
 Proficiency tests that measure acquired knowledge and skills. 
 Aptitude tests that measure the ability to learn or acquire knowledge and skills related 
specifically to a job. 
 Work sample tests that measure performance of job tasks. 
 Psychometric Tests used to find out a candidate’s personality traits  
 Presentations, usually for academic appointments 
 Drug tests, screening potential employees for illegal drug use (www.humanmetrics.com) 
Generally speaking, the key issue here is to ensure that tests are reliable indicators of 
successful job performance. If the use of tests creates a negative impact on employment 
opportunities of individuals, it can be deemed as discrimination. 
Another danger is that tests may exclude potentially good applicants who might lack specific 
skills or knowledge being tested, but that may be acquired through on-the-job training. 
Moreover, some individuals may not perform well on tests, but may be very qualified and do well 
on the job. Overall, validating a test is a very intricate process, performed by specially-trained 
professionals.  
Psychometric & Ability tests 
The personality tests are a selection practice to measure the personality characteristics that 
could be related to job performance such as agreeableness, extroversion, emotion stability etc. 
Moreover, several ability/IQ tests are also used in order to measure the ability to learn new skills 
needed for a new job or to cope with the difficulties of a training course. 
(www.psychometricinstitute.com).Especially with regard to personality tests there is definitely a 
controversial perspective in terms of their utility. A number of researches (Chan 2005; 
Hollenbeck 2002) has examined and assessed their usefulness; however this issue was dealt 
with distinctive concern (Anderson 2004). Human Resource decision-makers might have 
concerns about the legitimacy of clinical personality tests. In this regard, Naglieri (2004) 
addresses a number of exquisite issues, such as “proper identification of an applicant”, who 
deliberately responds to questions in a dishonest way in order to be desirable for the vacancy, 
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in addition to ethical and legal concerns that warrant consideration before implementing online 
testing. Moreover, “training and experience may have greater impact on job performance than 
personality traits”. This can be verified clearly by some researches (Piotrowski & Armstrong 
2006; Millmore 2003) that depict a small percentage of no more than 18 percent of the firms and 
organizations surveyed, using that selection tool. 
Assessment centers 
An assessment center is a means of gathering relevant information, under standardized 
conditions, about an individual’s capabilities to perform a managerial position. An assessment 
center “puts candidates through a number of group and individual exercises that are designed to 
simulate the conditions of a given job and determines if they have the proper skills and abilities 
to perform the job” (www.hr-guide.com).They measure a rather broad range of skills and 
abilities (planning, setting priorities, oral communication) in comparison with more traditional 
methods such as interviews, and their” standardized process is extremely significant because 
ensures fair treatment without any incidents of selection bias”. (Arthur 2003; Collins 2003). 
Trial Period 
The recruiting manager, in consultation with the HR Manager, may offer the post on a trial basis 
.If the employer wants to use this approach to evaluate a candidate’s suitability for a job 
position; this is feasible in two different ways: 
 Unpaid trial: there is financial gain for the employee 
Paid trial: there is financial gain through the recruitment trial for the employee who is subject to 
a number of days (in accordance with legislation of every country), starting from the 
commencement of the trial employment.  
The trial period is a two-way process and the views of the individual will be considered 
throughout. It would be helpful to mention that during a trial period: 
 You can’t put an employee on a trial period if you’ve previously employed them.  
 A trial period can only be agreed on once for each employee. (Whiting M., Howell J; 
2014) 
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2.6 Validity of selection methods 
Ideally and obviously, the professional decision-makers in organizations intend to ensure that 
their recruitment and selection methods are effective. It is already pointed out, however, that 
assessing an individual’s personal characteristics and suitability for future employment is 
inherently problematic. Many selection methods containing considerable flaws and many pitfalls 
might emerge and this is why terms like ‘reliability’ and ‘validity’ are often used terms in 
recruitment and selection. 
Reliability refers to the effectiveness of a selection tool; judged by the consistency of results 
obtained over time when these tests are conducted repeatedly.  
Consistency has to do with whether the test measures what it is supposed to do. Some IQ tests 
for instance, have been heavily criticized for stressing a person’s vocabulary which could be 
influenced much more by their educational and general background rather than by their 
intelligence. 
Validity, along with fairness, should be the most crucial indicator of a selection method for high 
performance organizations and this is why it is important to ensure as much as possible, validity 
in all its forms (Brannon 2007).  
On the same issue but on a different note, when talking about validity, it is important to 
recognize that other factors such as cost and applicability may have an impact. As it was afore-
mentioned, an organization looking for high performance is advisable to follow valid approaches 
as opposed to just practical or less costly ones. It should be noted that interviewing, that 
remains the most common selection tool, can in reality be a relatively valid method if conducted 
skillfully and properly structured. 
2.7 Fairness in Selection 
Fairness in this regard can be linked to the actual selection methods used. 
Anderson (2004) found that interviews, résumés, and work samples were “we ll-regarded 
methods”, while handwriting tests (graphology) were held in “low regard with personality and 
ability tests receiving an ‘intermediate’ evaluation”. It is reasonable to imply that employers 
should be thorough and meticulous when choosing selection methods in order to retain the level 
of credibility among applicants. 
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There are many types of selection bias that often appear throughout the selection process. A 
few examples are: 
1) Stereotyping is the tendency to attribute certain characteristics to particular groups of people. 
Additionally, it may be considered that the work ethic of an individual of a specific social or 
native group of people is superior or inferior to that of another group. This bias could affect your 
judgment and commit mistakes in hiring choices. Specifically, research suggests that an 
“individual’s initial attitude leads the person to process new information in a biased manner so 
as to alleviate cognitive inconsistency”. (Babcock; 2003) 
2) Halo Effect is the tendency to think highly an individual who has a personal or work 
characteristic that you are particularly fond of or relate to. The halo effect might lead an 
interviewer to ignore completely or at least to some degree negative qualities of an applicant. 
(Brannon 2007) 
3) First Impression is the tendency to distort or ignore additional information about an individual 
to match your first impression. The first impression a job applicant makes on the interviewer can 
greatly impact the entire assessment who is motivated to defend that initial attitude (Albarracin 
& Vargas 2010). 
4) Projection is the tendency to attribute one’s own motives, feelings or values to other people-
job candidates in this case. This type of projection might be right, but it could also be wrong, and 
an error could affect the final choice. (Albarracin & Vargas 2010). 
5) Contrast is the tendency to measure an individual against someone with whom you have just 
interacted. Consequently, contrast bias may lead to a mediocre choice due to this comparison, 
losing sight of the probability to find one with greater qualifications if more time is invested in the 
process. 
The issue arisen, of course is the manner that these issues can be dealt with. According to 
Morgeson (2012) there are two different and effective approaches. The first one has to do with 
creating hiring teams. Traditional interviews follow a format where one person (e.g., the hiring 
manager) interviews an applicant. This can be an issue because the hiring manager, as pointed 
out earlier may bring bias into the hiring process. Consequently, a good solution would be to 
create an interviewing team as mentioned previously. This approach works properly when the 
team has between three to five individuals and includes those who are already in the job, as 
well as supervisors. Bringing peers into the hiring process is a good idea for two reasons. First, 
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“it makes employees feel that they have input into the development of the team”. Second, new 
hiring choices are more likely to be supported and positively perceived by their teammates if 
peers were involved in their selection. 
The second approach has to do with standardizing the processes. Creating standardized hiring 
processes is another way to eradicate bias from the hiring process. A standardized process 
means measuring applicant’s competencies and characteristics in the same way every time and 
on the same set of characteristics. This requires a repeatable process that consists of asking 
the same questions from interview to interview, using higher-quality questions (such as behavior 
based), and evaluating the answers in a standard way of assessment.  
2.8 Theory Conclusion 
Beyond any doubt doing research in recruitment and selection topics is quite a difficult task to 
follow. It is sometimes difficult to define the terms recruitment and selection and to distinguish 
what falls within each definition. There have been many definitions regarding those two notions; 
however quite often these definitions say nothing about effectively recruiting and selecting 
employees with increased probability of being successful. Our research has tried to put that in 
perspective as well as other hot topics such as the use of Internet and Social Media, and how 
these should be utilized in the Recruitment and Selection process; although many questions 
regarding this issue still remain unanswered. Moreover, the issue of the organization’s image 
was addressed verifying what Turban, Forret, and Hendrickson (1998) found that ‘an 
organization’s reputation influenced significantly job applicants’ in both terms of attraction and 
retention. Furthermore, taken into consideration the different forms of selection bias that usually 
appear in the selection process recommendable ways of resolving that were also pointed out. 
Finally it would be interesting to observe how recession and financial crisis affected Selection 
and Recruitment process on a more analytical manner although a few hints were given when 
referring to Internal Recruitment. 
This could be an exciting time for recruitment researchers however. The difficulty in filling 
vacancies and the general economic recession has resulted in focusing organizational attention 
on the importance of properly structured recruitment process which will hopefully make a 
contribution to organizations’ effective performance. 
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3. Methodology 
3.1 Qualitative Research 
The basic idea of this paper is to provide an, as much as possible, perceptive insight into a field 
of expertise that so far has been a virgin territory in terms of research with regard to way it 
operates in Greece. There seems to be a gap there that this study is hopefully bound to shed a 
light on.  
Qualitative analysis tends to be inductive, attempting to identify important issues of each subject. 
What is more, quite often qualitative data focus more on inter-related topics rather than 
dissecting an issue into different parts (DiCiggo 2006). The whole picture of the topic seems to 
be the overall objective, muck like this existing study. 
 As Stake put it in perspective(1995) “Qualitative data analysis is an iterative and reflexive 
process that begins as data are being collected rather  than after data collection has ceased 
;next to her field notes or interview transcripts, the qualitative analyst jots down ideas about the 
meaning of the text and how it might relate to other issues”. 
This is why I chose to conduct interviews and to follow this approach. Performing a study in a 
small number of firms, yet representative in their field, seemed more suitable, since it can 
provide a detailed and thorough description about the recruitment and selection procedure as a 
whole; how inter-related topics occur and what is the school of thought behind hiring personnel, 
especially in the region of Northern Greece. 
3.2 Interviews 
In order to obtain as much as possible a profound understanding of the circumstances in 
recruitment and selection process I intended to interview the HR managers at established, all in 
their own field, firms of Thessaloniki. The interviewees were chosen in order to ensure to a great 
degree the validity of this study and provide a distinctive and perceptive insight into the function 
and importance of HR Department. This study took place for 4 months. 
The interviews conducted with HR managers and the professionals responsible for selection 
and recruitment employees in 7 organizations/firms located in the wider area of Thessaloniki 
and Central Macedonia.  
Firm A and B are involved in the primary healthcare sector, whereas Firm C is involved in the 
food industry, being a big company of dairy products. Firm D is a major hotel in the city of 
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Thessaloniki while Firm E is a tour operator firm. Firm F is a construction company and Firm G 
is a recycling company.  
Generally speaking all firms occupy between 100-400 employees. 
With regard to the approach followed in the interviews this was a semi-structured pattern with 
duration of each, approximately 45 minutes to 1 hour which seems rational in the sense that the 
study is based on qualitative elements. It is known that while the unstructured interview is 
conducted in conjunction with the collection of observational data; semi-structured interviews 
are often the only source for a qualitative research project and are usually scheduled in advance 
at a designated time and location outside of everyday events. They are generally based around 
a “set of pre-determined open-ended questions, with other questions emerging as follow-ups 
from the interaction between interviewer and interviewee” (Miles, Huberman 1994). Semi-
structured interviews are the most commonly used interviewing format for qualitative research. 
In terms of the questions included in the questionnaire that can also be seen in the Appendix, it 
is crucial to assess generally, the recruitment process followed and the steps that are entailed. 
The different types of recruitment methods/tools used are also assessed; along with certain 
“trends” that exist in HR area and have a gradually larger contribution to the process such as the 
use of Social Media. Moreover, it is of great importance to point out the effect of the financial 
crisis on the HR department and how firms tackled the issue by retaining at the same time the 
high level in the process. This could be possibly relatable also with the issue of internal and 
external recruitment that is also emphasized and it is always relevant and interesting to look into.  
Furthermore, in terms of the selection part, questions were formed focusing on the types of 
interviews followed, as it has been the main selection tool over the years and it still remains the 
most prevalent one. The utilization or not of assessment centers or pre-employment tests, with 
the last being an extremely controversial issue, was also examined. Additionally, ways of 
tackling incidents of selection bias are also an issue worth looking into. Finally, it has been 
suggested in the “Literature review” part that a firm needs to be attractive in order for it to allure 
the right candidates. One significant contributing factor to that has to do with the possibility of 
offering opportunities to its employees for further advance/development to satisfy its future 
needs; an issue also relatable to internal recruitment that was mentioned earlier and in 
accordance with what has been mentioned about inter-related topics in qualitative analysis. 
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3.3 Decoding Data 
In terms of methodology, I will use both primary and secondary data to conduct my empirical 
research. Consequently, I will use the qualitative research methodology based on the cases and 
articles that are focused on selection and recruitment process; (secondary data) along with the 
data derived by the interviews with HR managers as mentioned earlier.(primary data) 
Conducting a data analysis in qualitative data is not the easiest task to follow. However, we 
should point out the process followed in order to do so. Firstly, I will attempt to decode the data 
derived from the interviews and then, secondly dissect them in categories as much as this is 
possible. Some questions have to do with the recruitment process and some with the selection 
part, and thus, this is definitely going to be a prime example of this categorization. Thirdly, a 
descriptive analysis is going to be made and how certain matters interrelate to each other such 
as the impact of recession, internal recruitment, and the corporate culture that is relatable with 
potential development of the employees. Finally, the importance of this study and how this is 
validated is also going to be underlined. 
4. Data Analysis 
 
The first obvious point made, which has nothing to do with the questions asked,   is that, only in 
Firms A, B, D and E an HR manager is involved in the recruitment and selection process 
whereas in the other three firms; that is C, F and G this task is appointed to the Head of the 
Finance Department since no HR manager exists. 
Additionally, it would be useful to point out a few key points in the recruitment process with 
regard to the sources of potential candidates, the recruitment tools/methods followed by these 
firms in general, along with the role of social media in the procedure: 
 In terms of generating applicants, with the exception of Firm D and F, all companies use 
job boards and their own website as major sources of potential applicants. According to 
the managers, this is due to their low cost and the fact that provide the firms other 
opportunities as well. Companies, A, B,C and E, through job boards make an initial 
screening of the applicants since by using them; they usually set certain specifications 
as to who is suitable for applying for the vacancy based on certain criteria and questions 
included in the job description. 
 No company examined, used newspaper ads. 
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 Companies A and B are the only ones making use of Social Media in the process. More 
specifically, in both cases a strictly professional-oriented site such as LinkedIn is utilized, 
as according to the HR managers it can be proven to be useful to recruit employees of 
certain expertise that are sometimes difficult to find otherwise. It can also function, 
according to those HR managers, as a reference check tool, which is a vital part of the 
selection process as it will be underlined later on. 
 Employee referrals are quite prevalent in the process in Firms D and E. Especially in the 
first case it was highlighted by the HR manager of the particular organization that this is 
the main recruitment tool. 
 Outsourcing does not seem to be an option in the firms scrutinized as all of them prefer 
to handle the issue of recruitment internally. 
 It may sometimes be a difficult task for some firms to find employees of certain 
expertise. Firms A, B in that case–very rarely that is actually- try to resolve this situation 
in co-operation with the Career Office of the University and The Technical institute of 
Thessaloniki. On the other hand, when it comes to other professions such as vehicle 
operators, firms like C and G try to find sources of applicants in certain Unions of 
Professionals. Firm F only, tried to tackle this issue with the aid of the State employment 
Agency. Overall, the employment agencies, State or Private, were involved from very 
little to none in the process. 
Moving on to the selection procedure, focusing on the types of interviews followed, as well as 
pointing out whether assessment centers or pre-employment tests are part of the selection 
process or not, it is essential to underline the following findings: 
o Screening interviews as a selection tool is followed by all firms, except Firm F, where a 
phone interview of a few minutes takes place in which general questions are being 
asked such as the reason behind filing an application, the image of the company etc. 
o Interviews still remain a huge, vital part of the process as all firms besides Firm F 
conduct at least 2 interviews for each candidate in advance of making the final choice. 
o All firms use a pre-determined set of questions and thus, a structured form of interview.  
o Only Firms A and B use both situational and behavioral type of interview. 
o The first interview is individual whereas the second interview is conducted in presence of 
two executives in firms A, B and G; that is HR manager or Head of Finance Department 
and the CEO. In the other firms the second interview is in the presence of one person 
and that is the CEO. In some cases, as reported, in Firm A, especially when it comes to 
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hiring managers and high ranking executives , more managers might be present in the 
situation. 
o Reference checks are utilized, with the exception of Firm F and G, especially when it 
comes to the final stage of the selection process (in Firms A, B and C), among two or 
three closely rated candidates. 
o On the other hand, pre-employment tests of any kind (ability, IQ, psychometric tests) are 
deemed inappropriate and are not part of the process by any firm.  
o Assessment canters are not a part of the process either as no co-operation in order for 
the firms to conduct an Assessment center exists. 
o Trial period is only applicable in Firm D. However in that case, all employees are being 
assessed in a certain period of time ranging and depending on the vacancy, and their 
performance during that time determines whether they will be hired or not. 
o In firm A the whole recruitment and selection process is validated by the Central 
Department of the Organization which has to consent with the final choice. 
 
When it comes to internal and external recruitment all firms conduct mostly the hiring process 
by external sources. However, it should be noted that often when high ranking positions or 
certain key positions are in need to be filled in, internal recruitment definitely does takes place. 
This is attributable, according to the managers, with the familiarity of the corporate culture that 
the existing employees possess and consequently with the easiness of adapting to the 
demands of the tasks appointed. Moreover, in the same vein, performance assessment of 
employees takes place in each firm (every 6 to 12 months) and this is naturally also taken into 
account very seriously when it comes to who is going to be promoted or transferred into 
another position. All of the executives stated that the favorable, when possible, attitude they 
have towards internal recruitment is also associated with the fact that attempt to offer 
opportunities for further development to their employees. 
 
The effect of the current recession on the HR department had multiple results in the firms. 
However, it should be underlined that Firms C, D and G had an increase of turnover over the 
past 4-5 years and thus, the issue of recession is not relatable to them whatsoever. 
Consequently, no alteration in the process occurred to these companies.  
 
Firms A and B faced the issue as the financial crisis had an impact on both the overall turnover 
as well as the funds for the HR Department. Re-formulation of the tasks appointed to 
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employees took place within the company, as well as more hires from internal resources. Part-
time employment became also more evident. In terms of the recruitment and selection process, 
no room for mistaken choices was left, and thus the process became more analytical with more 
steps included in the process, like reference checks in the last selection stage(both firms) as 
well as approval of the choice by Organization’s Central Department(Firm A) and more often 
team conducted interviews. As the HR director of firm B mentioned, “With the existing financial 
situation and the existing figures of unemployment in Greece, more CVs come across our 
desks nowadays; the urgency of making the right choices amongst too many applicants is even 
bigger, as quantity is not synonymous with quality”. 
 
Firms E and F are a totally different case in terms of facing recession. Construction field took a 
huge strike by recession in Greece and the figures of turnover reduced significantly. Thus, Firm 
F let many people go as much as 30% of the personnel over the past 2 years and the remaining 
employees also took upon themselves even more tasks. Hiring employees takes place rarely 
but no alterations were made in their overall simplified process when that occurred 
 
Firm E is an almost identical situation as Firm F where a certain number of people were let go 
and with the existing personnel taking even more tasks upon themselves, with the Head of the 
Financial Department admitting that this decision lowered significantly their overall productivity 
and performance. That had a seriously detrimental impact on company’s turnover and general 
image. No changes were made in their simplified recruitment process either when having to hire 
an employee nowadays.  
 
With regard to eliminating incidents of selection bias, there is not much to be said; nevertheless 
we could point out the following: 
 The initial screening of applicants is sometimes done (in Firms A,B,C and E) via the job 
boards where a  standardized set of questions is available to the applicants 
 Every firm follows a structured interview, which means that a standardized set of 
questions is asked for every candidate (only A & B use situational &behavioral however). 
 There is minimum number of 2 interviews for each candidate besides Firm F. In f irms A, 
B and G there at least two executives present in the 2nd interview. 
 Reference checks are requested, usually, in the final stage of selection amongst closely 
rated candidates in firms A, B, C, D, and E .In firms F, G are absent. 
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5. Discussion of findings 
 
First of all, as afore-mentioned, it is really interesting and surprising to notice that, despite their 
undisputedly large size and great labor force, for Greek standards, only in Firms A, B, D and E 
an HR manager exists. In the other three firms the Head of the Finance Department is the 
executive responsible for recruitment. That fact definitely had an impact on the overall process 
which will be mentioned later on. 
From the data- related to the recruitment process- we could make a few remarks: 
It is verified that Internet is a necessary tool when it comes to pool of candidates nowadays. All 
companies use job boards in relation to that, as well as for an initial screening of candidates by 
a standardized set of questions they have to fill in. Posting an ad in newspapers is considered 
obsolete because it is cost-ineffective in comparison with job boards which provide other 
capabilities as well. 
However, despite the undisputed contribution of Internet in the procedure, only companies A 
and B are making use of Social Media in the process. As suggested (Kluemper 2013; Miguel, 
2013; Sinar, 2013; Sinar & Winter, 2012) a professionally oriented site like LinkedIn is being 
used. That, on the purpose of reaching out expertise difficult to find as well as mainly for asking 
reference checks. Given that no HR manager exists in 3 of the 7 companies, we anticipated that 
outcome, as these firms do not seem to possess the appropriate know-how in order to use such 
a tool.  
Moreover, no co-operation with assessment centers or employment agencies was noted, as all 
firms opt to handle the issue internally, even those with high turnover, as this may be a costly 
approach. This could be attributable to the high cost, the safe approach the firms tend to apply 
in the sense that they handle the issue of hiring employees internally, and the possible lack of 
know-how. 
With regard to the selection process it is confirmed that, interviews still remain the most 
prevalent selection practice verifying the results of certain researches in abroad (Millmore 
2003). As Gusdorf (2008) also suggested, in the selection process, there is an initial screening 
interview in five of the seven companies conducted by phone. Two -face to face- interviews 
usually take place on the process, exhibiting that Greek companies rely on a more traditional 
and safer approach of recruitment; where there is an interaction between applicants and 
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organizations. They all use structured interviews which increase the level of objectivity as there 
is a standardized set of questions (Benedict 2006).Nevertheless, no situational and behavioral 
type of interview besides Firms A and B is being used, as a selection tool. That particular finding 
comes in contrast with what Gusdorf claimed (2008) that “almost all organizations use 
behavioral interview at some point of the selection process”. That could increase the level of 
effectiveness as suggested several times in the past (Morgeson 2012, DDI 1999) and may be 
again attributable to the lack of existence of an expert. Team interviews could also take place 
more frequently, so as to increase the degree of objectivity and minimize selection bias even 
more, since usually in the cases C, D, E, F and G the final interview was in presence of only the 
CEO who handles the issue all by himself. 
Other selection tools, such as any kind of pre-employment tests are not utilized whatsoever 
verifying the fact that it is a highly controversial practice (Landy 1997; Naglieri 2004), not 
commonly used even in abroad (Piotrowski & Armstrong 2006; Millmore 2003).These tests were 
deemed inappropriate, and not trustworthy by the Greek managers. This fact comes in line with 
the fact that they generally follow a safe, conservative approach in the process; even though in 
some cases such as Firms C, F and G can be also called over-simplified. Firms A and B follow 
a more analytical approach with more stages of selection in the procedure. 
Firm D stands on its own as far as the process is concerned. The procedure is contrived in 
referrals almost exclusively, as the HR manager mentioned “the pool of proper candidates is so 
limited, that we are aware where we should focus our attention on”. Nevertheless, it is the only 
firm to apply a trial period for every candidate in order to evaluate their performance. The time 
depends on the job position, with an increasing mode for the high ranking executives. This could 
seem like a very costly approach in terms of time and funds on the short-term; however on the 
long-term it can be a worth-while investment where the right person is situated in the right place 
producing the desirable results for the organization, over the course of time. 
On another note, with regard to pool of potential candidates, the Greek firms use internal 
sources extensively, especially in positions of high ranking executives. The performance 
assessments conducted within the firms is of course an important contributing factor about who 
is going to be promoted or transferred within the organization. This could be regarded as a 
plausible choice for various reasons: first of all, the familiarity that the existing employees 
possess about the company’s culture that is in accordance with the safer approach  they 
generally follow. Secondly, the fact that in times of financial crisis, it is a much more cost-
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effective approach recruiting somebody “from the inside” than hiring a person “from the outside”. 
Thirdly, it is on the same page of projecting an attractive image of professional culture that they 
try to do so, where hard work is being rewarded and can function as a motivational tool for the 
other employees of the company. Overall this comes in par with the estimate claimed in 
2009(CIPD) that “a large number of organizations were focusing more on retaining than 
recruiting talent”. 
In dealing recession, it is noted that in some cases, as in firms C, D and G no liquidity problems 
emerged at all so in that respect no comment can be made. In the other firms, flexible work 
schedules were followed, internal recruitment was applied even more frequently and increased 
number of tasks to the employees was also a strategy, as when new needs emerged, the 
avoidance of a job opening was a prime goal. Unfortunately, this strategy has not been 
practiced in the most ideal manner in cases of Firms E and F. The tasks appointed to the 
remaining employees were too heavy of a burden and subsequently the productivity levels were 
decreased dramatically. On the other hand, Firms A and B made an important decision; they 
intensified the evaluation process with more selection stages and they also increased the 
objectivity level -and thus reduced selection bias-by conducting team interviews more often in 
order to be even more cautious and increase the probability of right choices when hiring new 
personnel . 
Moreover, concerning copying with selection bias incidents, except firms A, B and Firm D which 
is a single-out case with the strategy it follows and so far is functioning properly and 
successfully(performance assessment of trial period), the other firms do not seem to take the 
appropriate measures in order to effectively deal with such incidents. They do have structured 
interviews and some of them conduct initial screening via job boards with a standardized set of 
questions. However, they do not seem to have standardized the process sufficiently, in more 
stages of the recruitment cycle, such as conducting behavioral / situational type-interviews or 
even team interviews more often, so as to increase the degree of fairness in the selection 
process. 
Overall speaking, the recruitment process in Firms A and B could be regarded rather satisfying 
with a quite analytical approach characterized by many evaluation stages, increasing the level 
of standardization and thus, objectivity in the choices made. Firm D follows a much 
differentiated and overall interesting approach in comparison with the other ones with the trial 
period being the key reference point of its success so far. Firm C and F, even though do not 
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face liquidity problems have a simplistic approach with not many standardized steps within the 
recruitment cycle such as situational or behavioral interviews or team-conducted interviews that 
would increase the objectivity level. Firms E and F follow an even more simplistic approach in 
terms of hiring but even more unorthodox manner to deal with financial difficulties such as 
overly loaded with tasks employees, which inevitably will have detrimental effects on their 
performance. All firms, regardless of which have an HR manager or not, follow a safe, 
“traditional” approach when hiring personnel, handling- generally speaking- the issue within the 
company and not with the assistance of outsiders such as employment agencies. What is more, 
they tend to rely to a certain degree on internal resources (internal recruitment) to meet possible 
needs that may emerge, especially when it comes to managerial positions. Finally, with the 
exception of firms A and B, they utilize the Internet but to a certain degree with no Social Media 
involved in the process relying mostly on the most common selection practice as in interviews. 
6. Managerial Implications 
 
What has been known so far is the fact that Human Resources in Greece is an unexplored field 
in terms of research and thus, quite possibly, underdeveloped. Although it not quite safe to 
generalize based on data derived from qualitative analysis, this notion has been verified to a 
great extent by our research. What is really striking however and even harder to consider is the 
fact that large firms occupying more than 100 employees do not have an HR manager. The 
whole process leaves a lot to be desired as in some cases was very simplified, with 
inappropriate degree of standardization .A few of the cases examined though, could exhibit 
possible beneficial alterations in that respect. 
 Firms A and B for instance, exemplify very descriptively a thorough, analytical approach in the 
recruitment and selection process. An initial screening via job boards, phone interviews, at least 
two structured interviews (behavioral and situational), with the second one conducted by two 
persons; reference checks among the closely rated 2 or 3 finalists, and approval by the Central 
Department of the Organization. The decision of copying with the financial problems of the 
existing recession, by enriching the evaluation process with more assessment stages, and  
increasing the degree of objectivity involved in the decisions made, increases the probability of 
the right choice and it is surely an option advisable and worth looking into. This notion could 
very well be replicated and followed by other entrepreneurships also, especially in times of crisis 
where no mistaken choices are “allowed”. 
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Firm D, on the other hand, follows a totally different approach. The process in based on two 
parameters: job referrals and trial period. The first one is applicable due to the fact, as the 
manager told us, that in the particular field the pool of candidates is very limited. The second 
one however, is really interesting. The organization has come up with the notion of putting the 
candidates in an “evaluation period” where they are assessed by their performance. For an 
entrepreneurship this may be regarded as costly approach in both terms of money and time on 
the short term; nevertheless on the long term this may prove to be the wider choice, as it is 
guarantees to a certain degree that the suitable person is hired in the right position. This could 
be a worthwhile investment as it works in a firm’s best interest over the course of time since this 
approach would cost much less on the long term than having to hire new employees every now 
and then with questionable appropriateness for the vacancy needed. 
7. Research Implications 
 
As afore-mentioned in the “Literature review” part, it has been suggested by Gusdorf (2008) that 
“recruitment is a two-way process since besides organizations evaluating candidates for a 
vacancy, candidates also assess the organization as a prospective employer”. Therefore, in 
terms of research it would be very intriguing to study a research where the issue of Recruitment 
was approached and focused on the potential employees’ perspective. It would be interesting to 
delve into the manner they view an organization as appealing and attractive enough to apply for 
a job to.  
Taking into consideration the constantly alterable financial circumstances that exist during 
recession over the past few years, with high unemployment rates and a sense of uncertainty on 
every level when it comes to working conditions, it would be really insightful to address the 
impact of this current situation on the primary considerations of a job candidate when choosing 
to apply for a vacancy. There are of course, several factors involved in such a decision as 
salaries, working environment, benefits/incentives, potential personal advancement and 
development, corporate culture etc. However, it would be of great importance to observe which 
are the priorities set in such a decision and which is the mentality, approach and way of thinking 
behind such a choice. 
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8. Limitations 
 
Human Resources are an unexplored field of expertise so far in terms of research with regard to 
way it operates in Greece. This is attributable as far as we can observe by this paper as well, to 
the fact that it not the easiest task to find an HR manager in Greece nowadays and especially in 
the region of Thessaloniki. The impact of recession on the enterprises of any field in the area is 
evident and the way that organizations function is quite simplistic with no HR managers 
involved. Therefore, the number of seven HR managers or executives responsible for 
recruitment that we managed to reach and come in contact with for this study might be 
considered relatively small, even though given the current circumstances seems completely 
rational.  
Secondly, and in relation to a small degree with what has been mentioned above about the 
number of interviews, it is well-known that qualitative analysis itself entails a few limitations. The 
most notable one is the fact that no generalized conclusions can come out of a small number of 
respondents. Therefore, any points made would rather be very carefully written and pointed out. 
Additionally, the objective of this paper was to provide the “whole picture” in terms of HR 
operations and thus, it was difficult to follow another path than that of qualitative analysis. 
9. Conclusion 
 
We are going through a period of time where recession is existent and the financial resources 
for the organizations are limited. Thus, the necessity of recruiting the right personnel is even 
larger with no room left for mistaken choices. The Human Resources Department is the one that 
will ensure as much as possible that the financial resources available will be utilized 
appropriately for the long-term beneficial effects of the organization, with proper staffing. 
However, this necessity does not seem to be the case when it comes to most of the cases in the 
Greek firms we happened to scrutinize. The current situation in the majority of these firms as it 
was viewed leaves a lot to be desired. The Recruitment and Selection Process was generally 
simplified with an inappropriate number of stages of standardized procedure. The way the 
financial liquidity problems were faced in a couple of firms is arguably deemed inadvisable and 
the general impression is that some firms do not seem to possess the appropriate know-how in 
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terms of dealing Recruitment issues. Even more striking though, relatable as well as derivable 
to that, is the fact that a few of them do not even occupy an HR manager. 
It would be advisable for their own best interest to delve into the HR matters more profoundly, 
with a perspective on the long-term beneficial effects of hiring the right personnel that would 
improve the effectiveness of the firm. Nevertheless, in order to do so, the HR Department 
should have a vital and meaningful role and contribution with a manager in charge. 
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 Appendix            
Recruitment and selection Interview Questions 
 .How do you find potential applicants that are qualified enough?-(Internet, 
referrals, employment agencies etc.) 
  Can you describe the current recruitment process operating in your 
company/organization? Is there a specific one? 
 What is the role of the social media in your current recruitment process? In 
what stage of the recruitment process is it applicable exactly and how? 
 Which type of social media do you find really useful and why? 
 What is the role of the State or private employment agencies in the 
recruitment process?  
 Does the company/organization encounter any difficulties in obtaining human 
resources according to the needs of the job?  
 What type of interview does the company/organization follow? Why? 
 Do you use pre-employment tests as selection practice? If so, which ones? 
 Do you conduct ACs co-operate with consulting firms to conduct Assessment 
Centers? 
 Does the company/organization use internal and/or external recruitment 
strategies? Why? 
 Does the company/organization offer opportunities for further 
advance/development of employees to satisfy its future needs? 
 Which measures does the company/organization take to eliminate incidents 
of selection bias? How do you ensure fairness and objectivity in the choices 
you make when hiring people? 
 How did the financial crisis affect the recruitment and selection process of 
your firm? What changes have you made? If so, how did you manage to 
retain the level of quality in the recruitment and selection process? 
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